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BSTRACT 
Mcntoring I S  an Important teacher professional development strategy that can 
produce a pool of qual i ty early chi ldhood educators . The purpose of this study was to 
im estigate the perception of Kindergalien teachers partic ipating in the mentorship 
program Implemented by Abu Dhabi Education Counci l  C ADEC) on value of 
mentorship pract ice, quali ty of mentor and mentor's impact on their teaching and 
professional development .  The study was completed at ten KindergaI1en schools in 
AI Ain educational zone. The subjects of 1 50 teachers participated in a survey to 
detem1ine if  they perceive the mentorship practice and to examine how they perceive 
the qual i ty of mentors and their impact on improving teaching practices and 
professional development for teachers in KindergaI1en schools .  
The findings of the study indicated that most of Kindergarten teachers in the 
sample perceive mentorship process as tool to positively impact their teaching. The 
findings on the mentee's perception of the personal attributes and qual i ty of their 
mentor indicated that mentors in K indergarten schools demonstrate qual ity and 
personal attributes that are associated to the effective mentorship. The findings of the 
tudy also indicated a s ign ificant impact of mentors and mentorship practice on 
teaching practices and teachers' professional development in Kindergarten school s  as 
most participants bel ieve that mentorship process has made them better teacheL. 
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II 
Introduction 
CH APTER ONE 
GEN ERA L  FRA M EWORK 
Principals and teachers mentoring is a crucial topic in the education today that 
growlllg stead i ly  and making pJaces in the pol icy init iatives that aim toward 
educational professionals '  development and retention ( Barl in, 20 1 0) .  The attri tion 
rates in education fi led are high and there is call to focus on can do to retain nev 
teachers and to maintain ongoing support for old and in-service teachers (Mazzeo 
2003 ) . New teachers begin their careers in education with both excitement and 
anxiety about being in the classrooms. Most of them have new and fresh ideas to 
experiment in  their fi rst year as teachers. However, the ful l  of enthusiasm of new 
teachers may tum to disappointment that make them feel l ike fai lures just few months 
after they enter the profession ( Delgado, 1 999) .  The dai l y  routine of c lassrooms, 
c lassroom management, cUlTi culu 111 , discipl ine, test ing and more of teaching 
cha l lenges are overwhelming to a l imi t  that lead teachers to feel  that they are not 
prepared wel l to deal w i th the chal lenges and real i ty of teaching. They feel isolated 
and at the most times, they wi l l  hesitate to ask for help in order to avoid appearing 
incompetent ( Boss, 200 1 ) . The feel ings of isolation a lso extend to old teachers who 
deal with the new cha l lenges brought by the dynamic environment of teaching with 
no sufficient support. A s  a resul t  of their feel ings of isolation and fai lure, many 
teachers tend to leave the field of teaching after only a few years . Research 
demonstrates that an estimated 1 1  % of novice teachers leave the classroom after only 
one year of teaching, 1 0% after their second year, approximately 29% after three 
years whi le  after five years 39% have left teaching ( In gersol l ,  2002) .  
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Among vanous reasons and aspects that play a sIgnificant role in the decision 
teachers make to leave teaching professIOn, 43% of teachers who have changed their 
career indicated the msufficient support as their primary reason ( Ingersol l ,  2002 ). 
Jones and Pau lev ( 2003 ) stated that the "US congress found that teachers without a 
mentonng program leave the profession at rate nearly 70% higher than those who 
partIc ipate in mentoring program" (p . l ) . Many suppose that a mentor wi l l  help 
haping the beliefs and practices of beginning teachers (Gratch, 1 998) .  It is bel ieved 
that the mentor can provide a methodical guidance to the teachers ' mentees in order to 
help them to deal with the problems and chal lenges tbat many teachers face ( Vonk, 
1 996) .  A s tudy introduced by Gratch ( 1 998)  and Odel J  and Ferraro ( 1 992) provided 
that mentorship practice might help the beginn ing teachers to adjust to teaching and 
accordingly reduce the attrition rate of first year teachers. In more various empirical 
tudies, mentoring i s  reported to be effective in both supporting and developing 
pri ncipals and teachers ( Al len, Cobb & Danger, 2003; N FER, 2003 ; Sinclair, 2003 ;  
L indgern, 2005 ; Israel ,  2008; Barl in ,  20 1 0 ) .  
Mentoring i s  a long term course within which a more experienced individual 
( mentor) is wi l l i ng to share hi s or her knowledge with l ess experienced individual in 
relationship of confidence and mutual trust. The studies of international mentoring 
programs for teachers and school principals have concluded that mentoring program 
works effective; for an example 80% of the new principles who paliicipated in 
mentoring programs in US stated that these programs had been helpful for them to 
carry on their new responsibi l i ties as school leader ( NCSL, 2003) .  
M entoring programs are carried out by assignmg the teachers to more 
experienced teachers, inspectors and! or consu l tants.  Mentors and mentees then agree
 
on the professional development plan and agenda and both may sign one year to
 many 
2 
years contract to ensure commltment to the mentoring process. During the procev�, 
communicatIOn between mentors and mentees occurs in different ways including 
face-to-face meetings, email corresponds, telephone conversatIOns. school vis its and 
in groups meetings that includes other mentor-mentee pairs. The role of mentor in thi 
process revoh e about assisting the mentee to solve their own problems in additional 
to their position ' problems.  The mentor acts as a charulel to connect mentee to people 
and leaming and professional resources; also, the mentor discuss tbe various topic 
related to the teaching, instructional strategies and classroom management and lead 
mentee to implement the best practices. Obviously, for the program to work most 
effectively, mentor and mentee is better to be foml the same level of school ing 
( M oore, 200 I). 
The most benefits reported from the mentoring programs for teachers include 
reducing their feel ing of isolation and frustration and increasing their confidence and 
e lf-esteem. They also include accelerated leaming rate, improved personal and 
techn ical ski l l s ,  and increased reflective practices and enhanced leadership qual i ties. 
From other hand, mentors enjoy the sense of achievement and recogni tion and 
themselves benefit from the mentoring program as a professional development 
opportuni ty for them in additional to the col legial i ty and nenvorking opportunitie 
( Al len, Cobb & Danger, 2003 ;  NCSL, 2003 ;  Sinclair, 2003 ;  L indgem, 2005; Israel ,  
2008 ;  Barl in, 20 1 0 )  
H owever and  although mentoring can be  helpful ,  it is alone does not have an 
effect on teachers' effectiveness or attri tion rates, especial ly if it is not done wel l 
( Wong & Asquith, 2002) .  There are several factors that impact tbe mentOling 
programs effectiveness and need to be carefully addressed at very early stages of 
preparing for the mentoring programs .  These factors include the avai labi l i ty of time 
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( from mentors and men tees) to embark for mentoring: the matclung between mentor 
and mentee, the qual i ty of mentors and whether they are trained for effectl \  e 
mentonng strategIes. Moreover. i t  i s  recommended to implement the mentoring 
program 1 11 formal manner and have both parties sing a commitment contract and also 
ensure the process to be thoroughly monitored and evaluated. One more very 
important factor i s  the men tees ' needs analysis to be run earl ier in the process in order 
for mentors to develop the mentoring programs that meets the individual needs of 
each mentee especial ly  novice teachers who have very specific needs that should be 
met ( Sinclair, 2003 ; Long 2004). 
H aving this said, the problem that many mentorship programs face is that 
mentors do not have the sufficient ski l l s  or the knowledge of how to support teachers. 
Mentors who are usual l y  experienced teachers find it difficult most often to relate to 
other teachers and to explain their reasoning behind certain instructional strategies or 
c lassroom practices and theories. Hence, i t  is important that potential mentors are 
trained sufficiently to be prepared to give the specific support that enables the 
teachers' mentees to succeed ( Evertson & Smithey, 2000) .  A lso, it is important to 
fol low up with teachers ' mentees to assess the impact of mentors on their practice and 
development. 
Mentoring Background in UAE 
Recently, the Abu Dhabi Education Counci l  (ADEC) i n  the UAE has 
implemented a New School Model (NSM)  that aims to improve the qual i ty of private 
and pub l ic  schools in Emirate of Abu Dhabi (ADEC 20 1 1 ) .  The NSM is seen to 
enhance the school and s tudents learning outcomes through incorporating new 
instructional plans and focusing on developing the school leadership and teaching 
capacity. Prior to the NSM implementation and in 2006 was the pilot project of 
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Pubhc- Pnvate Partnership Project ( PPP)  within ",:hlch ADEC has several public 
chool I 1 I1ked m a partnershlp with an international private school with a support of 
mentoring program managed by the pnvate school educatIOnal sen·ices. The aim of 
the PPP IS to help the publ ic schools leaders and teachers to benefit from the 
expenences of the international private school and to help them develop their 
practices to the international standards. Each public school was assigned a mentor for 
the school principal and teachers. The mentor is expected to oversee the principle and 
teacher training and evaluation and implementation of the teaching methods; to 
monitor the ADEC curriculum delivery and work with the school facul ty uti l izing 
student test data to improve instruction. The mentor is also responsible of submi tting 
required monitOling reports to ensure success of the partnership and to provide 
continuous moni toring of progress. The NSM and PPP are further detai led in the 
fol lowing section accord ing to infol1l ation and presentation extracted from ADEC 
websi te ( ADEC, 20 1 1 ) . 
The New School Model ( N S M ) 
Abu Dhabi Education Council ( ADEC) in U AE has implemented the (NSM) 
with the aim to i mprove the qual i ty of private and publ ic  schools  in emirate of  Abu 
Dhabi .  The N S M  is seen to enhance the school and s tudents learning outcomes 
through incorporating new instructional plans and focusing on developing the school 
leadership and teaching capaci ty. 
The new scbool model is introduced by Abu Dhabi Education Counci l  
( ADEC) in  al ignment with i ts strategic plan (2009-20 1 8 ) to achieve the 1 0 -years 
targets that include: e levating the school and l earn ing outcomes quality, improving the 
qual i ty of leadership and teaching, improvi ng access to the P - 1 2  education, preserving
 
UAE cu l ture and heritage and increasing the parents and community involvemen
t The 
5 
model ImplementatIOn began in KG I to Grade 3 in the fal l  of 20 1 0  and it IS planned 
to be rol led out to later grades in subsequent years and in a l l  ADEC schools regardle 
of the school types.  The key elements of M are Arabic and English, learning 
outcomes, c lassroom resources and support for teacheL. 
The model emphasize on developing the students '  Arabic and English ski l l  
through joint planning and teaching practices between Arabic and Engl ish teachers. 
The model aspires more consi stent and real istic learning outcomes that meet tbe need 
of Abu Dhabi and intend to consistently resource the schools with instructional 
materials ,  infoffilation and communication technologies ( lCT) and consumables as 
needed for a l l  areas of l earning. One more key element is about supporting the 
teachers through the cUITiculum guides, teacher resources and up front and ongoing 
professional development by ADEC. Thus, the objectives of the NSM can be 
ummarized in :  foster a chi ld-centered l earning environment; develop Arabic and 
English language capabi l i ties, critical thinking ski l l s  and cultural and national identi ty 
and s tandardize the curriculum, pedagogy, resources and support across a l l  ADEC 
school type�. 
Wi thin the NSM,  teachers are expected to create an enabl ing and supportive 
heal thy l earning environment wherein each chi ld  is understood to be a unique 
individual who is  capable  of learning and within which relationships are positive and 
respectful .  Teachers are also expected to work in partnership with agents from 
educational services and with each other to meet the needs of a l l  students .  A lso, 
teachers wi l l  reach out to parents as partners to support student learning. The NSM 
also provides teachers with the Gradual Release Model (GRM )  to support the student 
learning .The G RM expects the teachers to make careful observations and 
professional judgments based on the needs of each s tudent in order to plan th
e 
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learning opportul1 J t ies. For the dai ly  work, teachers are expected to fol low the 
RES POj\;O Process. RESPOND Process consists of se\ en steps to meet the specific 
learning needs for children. These steps are : ( 1 )  observe the chi ldren. ( 2 )  predict 
present stage of development, (3)  compare student progress against learning needs,(4) 
identify student l eaming needs. ( 5 )  plan and select resources, (6) teach, ( 7 )  observe, 
assess and reflect. The GRM and RESPOND processes are i l lustrated in Figure 1 and 
') ...  
In teml of measuring the student progress in the M, the most used assessment 
tool IS seen to be the teacher observation of the student performance in relation to the 
k i l l s, behaviors and concept understanding expected for the student' grade level .  The 
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Figure 2 :  RES POND Process 
The approaches to l eaming scale wi l l  be used to measure the student development 
in tenl1S of socia l ,  emotional, atti tudinal behaviors in addition to the creativi ty and 
technological skill s  measures. The academic process scale will be used to measure the 
outcomes expected to achieve against a set of established expectations or outcomes 
pecified to the student grad and age. Reporting' the student assessment wi l l  be 
expanded to include specific achievement, ski l l s  and understanding that the student 
demonstrates. Parents w i l l  be informed with the assessment report which indicates 
their chi ldren ' academic  progress and achievement; this is rather than the tradi tional 
ingle percentage. 
The schools ' leaders are seen as the enabler of the NSM and ADEC expects 
them to play a critica l  role in implementing the model and in achieving the council's 
vi sion of providing qual i ty educations for al l students in Emirate of Abu Dhabi .  The 
implementation of NSM requires effective school organization, guiding principles and 
new structures of l eadership and staff employment and processes. The key guiding 
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pnnclples and concepts that school leaders are expected to act based on to be effective 
leaders are : a l l  students are capable of learning: the teacher is responsible for student 
learning and school leaders hold the responsibi l i ty to create a cul tural framework that 
corresponds with these concepts and to help teacher to implement them as a standard 
educatIonal practice. 
The main change the M introduces to the leaming environment is that 
tudents WI l l  be taught by Arabic speakers and Engl ish speakers teachers. For 
K indergarten level, the Arabic and English speakers teachers wi l l  share the class 
teaching with both teachers exist in the c lass at the same time. The Arabic -speakers 
teacher wi l l  teach the subjects of Arabic and Rel igion whi le  he Engli sh speakers 
teachers wi l l  teach the subjects that should taught in Engl i sh l ike Engl ish language, 
cience and Math. For grade 1 to 3 levels, English-speakers wi l l  teach the subjects of 
English, Science and Matb whi le  Arabic-speakers teacher wi l l  teach the Arabic 
language, Rel igion, Social studies, whi le special ized Arabic-speakers teachers wi l l  
take care of teaching Arabic l i terature, information and conmlunication technology 
and heal th and pbysical education. 
Each school is expected to assign two teaching faculty chiefs :  Arabic-speaker 
and English-speaker who wi l l  lead and guides the subject-base teams of educators to 
implement the instructional plans of A D EC and to apply the assessment tools  and 
mechanism to support the students' academic achievement.  The faculty chiefs are also 
expected to comm unicate with the school leadership to support the school and 
professional development ini t iatives. 
Publ ic-Private Partnership Project CPPP)  
Prior to the NSM implementation was the pi lot project of  Publ ic-Private 
Partnership Project CPP P) within which ADEC has several publ ic school l inked in a
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partnershIp with an international private school with a support of mentoring program 
managed by the pnvate school educatIOnal services. The aIm of the PPP is to help the 
publ ic schools  l eaders and teachers to benefit  from the experiences of the international 
private school and to help  them develop their practices to the mternational standard�. 
The PPP projec t  was implemented earl ier in 2006 with partnership with 
AB IS  Educational Services. The publ ic schools in UAE which entered partnership 
with SAB IS  are come to implement the SAB I S  education system with Academic 
Qual ity Controlee ( AQC) acts as a mentor for l eadership and teachers to help them 
with implementation of SABIS  teaching methods to deliver the ADEC delivery. The 
A B l S  educational system goes with the concept of the NSM model that bel ieves a l l  
tudents, regardless of their abi l i ty levels ,  can learn and achieve very high academic 
tandards provided they want to learn . Some other features of SAB IS educational 
ystem include a wel l -structured and comprehensive cuniculum, books, in core 
ubjects, designed to dovetai l  precisely with the curriculum. instructional method 
that keep students engaged and learning effic iently. educational tools to assess and to 
support the SAB ISE program and enhance efficiency, and positive environment that 
encourages learning and responsible behavior (SABIS ,  20 1 1 ) . 
The mentor also acts as the l ink between the school and the SABIS 
management and A DEC.  The responsibi l i t ies of the mentor include implementation 
and supervision of the P P P/S A BIS instructional plan. Included in the duties of the 
mentor i s  the formation of a strong partnership with the PPP school principal and 
teaching staff. Dai l y  oversight of teacher training and evaluation, implementation of 
the SABlS  teaching methods, monitoring of ADEC curriculum del ivery, uti l izing 
student test data to improve instruction, submitting required monitoring reports and, 
most important ly, advancing student achievement are a l l  cri t ica l  components of th
e 
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role of the mentor. Reports to and ''.orks c losely with [he mentor to ensure succe of 
the partnershIp and to provide continuous monitoring of progre 
Part of the professional training. the mentor and school principal and teacher 
are supposed to I I1volve in the mentor-mentee relationships within which they discu 
the vanous topics related to the school management and instructional practice and 
mentor is expected to guide principal and teachers to solve their problems and to 
implement the best practices. The educational intemational insti tutions participate in 
PPP  project include SAB IS, Nord Angl ia, Mosaica and CFBT -Education Trust. An 
overview of each of these inst itutions is presented in Appendix 1 .  
Objective of this Study 
The objective of this study was to develop an understanding if teachers 
partic ipating in PPP  ( namely, Kindergarten teachers) real ize the value of mentorship 
practice and i ts impact on their teaching. Mentees were questioned to determine their 
perceptions on mentorship and if their mentors have or have not demonstrated the 
ski l ls and practices of effective mentorship. They were asked if they acknowledge 
that the mentoring process has made them more effective teachers and/or had an 
impact on their professional l ives. The mentees were a lso questioned on the qual i ty of 
practice of their mentors and lastly, if they are ready to serve in mentor role to guide 
and support more other teachers. 
Problem and Sign ificance of the Study 
The mentor role in PPP  aims to help the scbool teachers to develop their 
pract ices; and to i mprove the instruction outcomes. However, since the 
implementation of PPP  in 2006, there was no research study conducted to evaluate the 
effectiveness of the mentor role  and how the school faculty evaluates this role impact. 
A l so, no research has done to explore the attitude of school teachers toward
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Implementmg the quality of mentor, mentorship practice and i ts potential Impact on 
teacher' IDstructlOnai and professional development. As a new project, many 
questions have been raised about its feasib i l i ty and if that mentors ' interventions 111 
chool leadership and teaching practices carry constructive aspects. Also. question 
have been rai sed about the qual i ty of mentor in PPP.  
I t  i s  the sign ificance of this study to provide a field-research based infonnation 
about how teachers in publ ic school perceive the role of mentor and how they 
evaluate hisl her impact on their practices and development. This s tudy is important 
because no previous s tudy was conducted to explore the att i tude of teachers toward 
implementing the PPP in general and toward the role of mentor and the qua l i ty of 
mentoring practice and the impact of the role on the teaching practice and on teachers ' 
development. 
The Purpose of the S tudy and the Study Questions 
The purpose of this study is to explore the perceptions of Kindergarten 
teachers on mentorship process, qual i ty of mentors and their impact on teachers ' 
instructional and professional development. This  wi l l  contribute to understand to what 
extend mentor helps in implementing the NSM and the vision of ADEC. To achieve 
this purpose, the fol lowing research questions are addressed : 
1 .  Do Kindergarten teachers in PPP  perceive the mentorship act? 
2 .  H ow Kindergarten teachers in PPP perceive the qua l i ty of  their mentors and 
mentorship practices? 
3. H ow Kindergarten teachers in PPP perceive the impact of mentorship 
practices and mentor on their instructional and professional development? 
4 .  Do Kindergarten teachers in PPP see themselves serve in a mentor role? 
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The Study AudIences and Anticipated Benefit 
The s tudy resul ts w1l 1 be useful to the pol Icy makers, ADEC, mtemational 
education services and also the individual in the mentor role to learn how school 
faculty evaluate the abi l Ity and Impact of mentor on teaching staff. The study result 
may trigger more studies about the effectiveness of the mentor role or the qual i ty of 
the mentors recru i ted by ADEC. The study also wi l l  help the mentors to learn about 
ho\\ Kindergarten teachers perceive their role and i ts impact on teacher ' 
development. 
L imItations of the Study 
The results of the study wi l l  be l imited by the fol lowing: 
• The sample consists of Kindergm1en teachers who serve in only ten 
Kindergarten schools  in A I  Ain c i ty and which at the PPP and NSM are 
implemented. 
• The s tudy represents the sampled teachers in the ten Kindergarten schools in 
Al Ain area and so resu lts can ' t  be general ized for other school of different 
level s or areas .  
• The study participants of Kindergarten teachers may hesi tate to convey their 
honest opinion about the i tems of questions pertaining to mentors ' quality and 
their impact on teaching practices and teachers ' development. 
P lan of the Study 
The current chapter introduces the s tudy general framework . Chapter Two wil l  
con tain a review of l i terature that wi l l  discuss the Oligin of mentoring, cri teria for 
mentor selection,  the rol e  of the mentor and mentorship practices, the characteristics 
of an effective mentorship program and the qual ities and ski l l s  of a good mentor. It 
wi l l  also di scuss the ideal mentee-mentorship re lationship and impact of mentoring 
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process on novIce teachers. The l i terature revIew section wi l l  also introduce sImilar 
tudies which aimed to explore the perceptions of teachers-mentees on mentors and 
mentorshlp process. Chapter three describes the methodology used in the study and 
the analysis process used to mterpret the data. Chapter four presents the resul ts of the 
infollnation gathered from the participants .  Chapter five discusses the results and 
hapter s ix concludes the s tudy and offers suggestions by the researcher on ways to 
Improve mentorship program. 
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CHAPTER TWO 
L ITERATURE REV IEW 
Thi s  chapter contains a l i terature review that wi l l  discuss different aspects of 
mentorship in educatIon fi led. It begins with the hi storical origins of mentoring and i t  
uti l ization in education filed. This i s  fol lowed by provIding an overview of mentor-
men tee relationship and the duties of mentor in this re lationship. The factors to 
Implement effective mentorship program and cri teria to select mentors are a lso 
presented. In addition, thi s chapter describes the steps of mentorship process and the 
ideal relationship between mentors and men tees .  The role of the mentor i s  broken 
down into separate functions of practices that the mentors demonstrate to support 
teachers. The ski l l s ,  qual i ties and knowledge of effec6ve mentors are also addressed. 
Final ly_ this chapter presents recent s tudies that support the positive impact of 
mentorship. 
Foundation of Mentorship 
The origin of mentorship practice has i ts root in Greek mythology as Homer 
recounts how a wise man, the Mentor, was a consultant, teacher, adviser and friend of 
Telemachus, Odysseus ' s  son. However, since then, more updated and changed 
definitions were emerged for mentorship act. Mul len and Kealy ( 1999) suggested that 
mentoring is a modernized process of development whi le Aryee, Wyatt and Stone 
( 1 996) in troduced that mentorship is the process in which norms, valuations and 
behaviors are transferred from one individual to another (as c i ted in Lindgren, 2005) .  
Mentoring i s  a lso referred to as "a dynamic, reciprocal relationship i s  a work 
environment between an advanced career incumbent ( mentor) and a beginner 
( protege) aimed at prompting the career development of both" ( Healy & Weichert, 
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1 990, p. l 7  as c i ted in Al len, et a 1 . ,  2003 ).  in  more detaI ls  and terms that shape to the 
mentonng practice today, mentOling has been defined as "the process of intel lectuaL 
physiologlcaL and effective development based on meetings of relative frequency 
cheduled o\, er a reasonably extended time-frame and that mentors accept personal 
responsIbi l i ty as competent and trustworthy non parental figures for the significant 
grov. th of other individuals (Galbraith & Maslin-Ostrowski, 2000 as cited in 
Galbrai th. 2002 2003 ) .  
Mentor _ Mentee Relationship 
As the definition impl ies, mentoling is far more than only giving advices, it is 
a long time process that starts with developing a natural relationship between the 
mentor and the mentee (protege) with present of fundamental attributes that include 
mutual trust, respect, openness, honesty, col laboration and reflective practiceu. 
Compatibi l i ty between mentors and their mentees is also an imp0l1ant attribute that 
may influences the effectiveness of the relationship; mentors and mentee should think 
about the mentoring process the same way and bel ieve that it can be a mean of 
development. When mentor and mentee agree on conceptions of mentoring, their 
experiences tend to be more productive ( Kobal la, Jr .  & Bradbury, 2009). The 
mentoring relationship may last from one to three years depending on mentee' needs, 
resource avai lab i l i ty and school/district policy. At the end of the process t imeframe, a 
transi tion away from the relationship begins to di sc lose and the mentee should have 
the capacity to effectively work autonomously.  At  this stage. the mentee could be able 
also to serve in a mentor role and partic ipate in developing other professionals ( Jones 
& Pauley, 2003) .  
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Roles and dutLes of Mentor 
After the init ial relat lOnshlp development pbase, the mentoring proce move 
toward appl ication which is based on real time leadership ( for principals) and teachmg 
l I1teractlOns 1 11 real school and classroom s i tuations. The mentor may be engaged in 
assisting the mentee ' s  pract Ices and also in demonstrating new practices for mentee to 
observe and reflect upon. The mentor also i s  expected to work with men tee to develop 
and try new ideas and strategies and to address questions concerning the dai ly  
experiences and chal lenges.  Mentor and mentee are engaged in continuous reflective 
dialogue to evaluate practices and what worked and what did not and what could be 
tried next .  This continuous practice of planning, application and reflection is what 
supports the mentor and men tee professional growth during the mentoling 
relationship. 
The ideal mentoring relationship involves series of mentor-mentee interactions 
that distinguished for col laborative cri tical thinking and plam1ing, joint partic ipation 
in specific goals  sett ing and decision making. shared evaluation of results and actions 
and reciprocated reflection on the areas of progress and development (Galbraith, 
200212003 ) .  The mentor is seen to encourage, motivate and challenge the mentee in 
order to help them to grow in their maximum professional growth ( Jones & Pauley, 
2003) .  The Education Commission of the States ( ECS) ( 1 999) stated that the duties of 
the mentor may include " advising about the instmctional content and strategies, 
demonstrating classroom instruction, observing mentored teachers ' instruction, 
consulting about lesson plans and objectives, advising about school resources and 
student and parent rel ations, and infonning about the expectat ions of the school ,  the 
district and the state . '  
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Requirements of Effecti\ e Mentoring Program 
Implementing Jdeal mentoring relationship and effective mentoring program 
entail several factors. Screemng and selecting for quahfied mentors becomes at the 
top of these factors direct after orgal1 Jzational support and clearly defined outcome 
(NAESP, 2009) .  Mentors must be highly skil led in communicating, l istening, 
analyzing, providing feedback, and negotiat ing (Galbraith, 2002/2003 ;  Jones & 
Pauley, 2003 :  NAESP, 2009) .  More importantly, mentors should be able to address 
the content-area concerns  and management issues and else related ski l l s  to leadership 
and teaching practices. Mentors who do not understand the expectations for student 
learning and teacher practice or uncertain about how to lead or teach, are not el igible 
to offer advices about these topics ( Kobal la, Jr .  & Bradbury, 2009) .  The Education 
Commission of the States (ECS) ( 2007)  identified the qual ifications or requirements 
of teacher mentors to "have a minimum of three years ' successful teaching experience 
and subject-area experti se; demonstrate effectiveness in classroom instruction via 
provision of such evidence as : ( a )  student achievement growth, including standardized 
test scores, (b)  portfol io of s tudent work documenting evidence of student learning, 
and (c )  documentation of effective teaching, e .g . ,  results of observations by 
principals/ supervisors, videotaped lesson, model professional learning and growth 
through part icipation in (and/or l eadership of) job-embedded professional 
development activit ies; and demonstrate excel lence in communicating and 
col l aborat ing with col leagues. "  
Galbraith ( 200212003 ) suggested that the good mentors "demonstrate a wide 
range of professional ski l l s  and an awareness and access to resources, along with the 
wi l l ingness to share these with mentees. Beyond such attributes, the mentor must have 
the wi l l  to invest time and effOli in developing an effective professor and adult  leamer 
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relationsh ip ." (pA) .  Barl in (20 I 0 )  stated that "v" hen mentors are wel l -selected, well 
trained, . . .  they not only help average teachers become good. but good teacher 
become great ." ( p . l )  
Further. Cohen ( 1 993 ) argued that to be effective. mentor must understand and 
engage in the six behavioral functions that are associated with the complete mentor 
process. During the mentoring process, the mentor plays more than one role based on 
a synthesis of these six behavioral functions that are essential for development 
ign i ficant mentoring relationship. The six behavioral functions as presented by 
Cohen ( 1 993 ) are: ( 1 )  relationship emphasis ( mentor expresses through active 
l i stening and understanding and acceptance of mentee's  feel ings) ' (2 )  infomlation 
emphasis ( ensures that the mentor' advice is based on accurate and sufficient 
infornlation about the mentee and the practice of advice); ( 3 )  faci l i tative emphasis  
(mentor guides the mentees through a reasonably deep review of their interests, 
abi l i ties and beliefs toward their personal, professional and career goals) ;  (4)  
confrontive emphasis  (mentor chal lenges the mentees' explanations for or avoidance 
of decisions and actions relevant to their development as learners); ( 5 )  mentor model 
( mentor shares with mentees l ife experiences motivate them to make decisions and 
take risks) ;  and (6 )  mentee vision ( mentor encourages men tees to envision their future 
and to develop personal and professional potent ia ls .  
Galbrai th ( 2002/2003 )  recommended that understanding a l l  the six function 
areas proposed by Cohen ( 1 993 ) i s  essential to consti tute the complete mentor with 
the primary focus toward practicing these functions in an effective manner. He argued 
that whi le  not a l l  mentors wi l l  have the same effectiveness in al l  functions, it i s  
imperative that a l l  these functions are taken in hand throughout the mentoring 
relationship process . 
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Qual i t ies of Mentor 
The effective mentor wi l l  have specific qualit ies and use various skil l s  that are 
assoc iated with good teach mg. professional development .  peer coaching. and 
leadersh ip. Findings of several studies suggested that havmg these ski l l s  only is not 
sufficient for being a good mentor. According to Ganser ( 1 996), good mentor 
possess both knowledge and sk i l l s .  He suggested four parts of knowledge component 
that are: ( 1 )  information about teacher career development; (2 )  information about 
adul t  development and adul t  leaming; ( 3 )  understanding of teaching as profession ; 
and (4 )  information about mentOling that includes usual mentoring roles and 
acti\ i t ies .  The understanding of profession of teaching itself requires the mentor to 
understand and evaluate the schools as workplaces with specific cul tures . 
Good mentors then have to develop cul tural knowledge to help them 
understand int eractions and differences of school site . The ski l l  components as stated 
by Ganser ( 1 996) inc lude : 
1 .  Conferencing which entai l s  different ski l l s  such as establ ishing 
relationships, active l i stening, determining effective encouragement and 
support approaches, using meditation questions and more. 
2. Problem solving strategies 
3 .  Systematic observe o f  teaching and c lassrooms; 
4 .  H elping beginning teachers to set  short-term and long-term professional 
goals ;  
5 .  Effective use o f  role  playing with in mentoring activities 
6 .  The abi l i ty to use the c l inical observation cycle to col lect proficient 
information tbat helps beginning teachers to lean about their own teaching. 
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In his turn, Ro\>, ley ( 1 999) identifies six basIc and essential qual i ties of the 
good mentor and v.hlch are: commitment to the role of mentoring, acceptance of the 
begmning teachers as a developmg individuals and professIOnals highly skil led at 
providing l 11struct ional support ,  effective in different interpersonal comrnunicationv, 
models  continues learner and capital izes on opportunities to assert the potent ials for 
their mentcev. 
In "T\velve tips for developing effective mentors," Raman, Gruppen and 
Kachur (2006) argue that mentors need awareness of cultural and gender issues and 
they should have no tolerance for disclimination. Moreover, the cul tural awareness 
wi l l  help mentors and mentees to overcome cul tural difference and innate prejudices. 
This supports the findings of Ganser ( 1 996) who emphasizes the understanding of 
schools a ite-specific cul tures and teachers with different backgrounds and 
expenences. Raman at a1 .  (2006) also proposes that effective mentors need to balance 
upport with chal lenge by al lowing growth opportunities and setting positive 
expectations .  They argue that if  mentor i s  overly supportive but not challenging 
mentee, then the mentee wi l l  not grow professional ly, while if mentor is chal lenging 
the mentee without suffi cient support, then the men tee wi l l  regress in their 
professional development .  
More research studies have l i sted some valuable  qual i ties of effective mentors 
that inc lude interest in the mentoring relationship, being respected and 
knowledgeable,  being responsive, open, accessible and avai lable to their menteeu, 
being knowledgeable  of their mentee ' s  potentials and capabi l ities, motivating and 
encouraging mentees to chal lenge themselves, acting as advocate to drive their 
mentees ' development, l istening and the abi l i ty to give both positive as and negative 
21  
feedback ( ( Bhagla & Tinsley. 2000: Grainger. 2002. Hesketh & Laidlaw. 2003 : 
J ackson et aL 2003 : Levy et a l . ,  2004) .  
G lenn ( 2006) designed and conducted a quali tative research study to define 
the necessary quab ties of the effective cooperating teachers \\'ho can serve as a 
mentor. The data that was gathered in the fonn of interviews, observations, and 
art Ifacts suggests that effective mentors col l aborate ratber than dictate, a l low the 
mentees an appropriate level of control ,  open for personal relationships. accept 
differences and share constructive feedback .  
Idea l lY. careful ly  selected mentors should demonstrate the knowledge and 
ski l l s  associated with good mentoring practices that are i l l ustrated above. However, 
the quest ion to be raised is that to how extent mentors are prepared with these ski l l s  to 
play their role  effectively? One interesting study conducted by Hudson (2005 ) aimed 
to explore and describe final-year beginning teachers ' perceptions of their mentoring 
practices in order also evaluate to the efficacy of mentors and their qualities. A 
l i terature-based survey was designed and used to gather 33 1 final-year beginning 
teachers ' perceptions of their mentoring in  primary science education from nine 
Austral ian universit ies .  Gathered data were analyzed within five factors projected for 
effective mentOling: personal attributes, system requirements. pedagogical 
knowledge, model i ng, and feedback. Resul ts indicated that sign ificant number of 
mentors was provided not to be support ive of their mentee ' s  development due to lack 
of confidence or sufficient knowledge of teaching anclJor specific subject mentoring. 
More important ly, the results indicated that only 25% of mentors were perceived to 
provide problem solving strategies for teaching materia ls  and 5 7% of mentees have 
not experienced model ing teaching or demonstration of how to teach. In general, the 
majority of mentors did not provide effective mentoring model in teaching practices 
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and quali t ies associated personal attributes, pedagogical knowledge, and modehng. 
Accordmgly. Hudson ( 2005)  argues that mentors reqUire carful education to learn 
how to mentor and a unique training of mentors hip knowledge and ski l L. 
Impact of Mentorsbip 
Mentorship programs have been found to be effective not only in encouraging 
teachers to remain in the teaching profession but also in influencing teachers to adopt 
pedagogical bel iefs and practices that are seen to be vi tal in the c lassroom ( Whitaker, 
2000; Moore, 200 1 .  In their s tudy to examine the impact of mentoring relationship 
upon pre-service and in-serv ice teacbers ' l i teracy instruction, Al len, Cobb & Danger 
(2003) indicated that mentored teachers expanded their instructional strategies. In-
en'ice teachers in tbe study reported increased reflection and an adaptation to their 
instructional strategies .  The study findings a lso support the conclusion that early 
mentoring experiences promote professional growth for both pre-service and 1n­
service teachers. L indgern (2005 ) found through a study that was conducted in 
Sweden to examine tbe impact of tbe mentoring process on seven novice teacher 
during their first-year teaching, that these teachers experienced personal and 
professional support from their mentors. Onchwari (2006) conducted a study to 
examine the extent to which a national H ead Start early l i teracy staff development 
mentor-coach in i tiat ive model was effective in local Head Start Programs. The 
assessment of the ini t iat ive was based on analysis of 44 teacher interviews across two 
mid-western states. The research results point to the posit ive effectiveness of the 
mentor-coach model and support s imi lar ini t iat ives in the future for enhancing teacher 
instructional practices. 
23 
I srael ( 2008 ) c laimed that implementing mentoring model that provides ful l ­
t ime mentor to  teachers with five or  fewer years of experience in Baltimore County 
Publ ic School ,  has helped in stemming the t ide of teacher attri tion and also 
benefited student achievement. Barl in ( 20 1 0) who is  the associate policy director of 
the New Teacher Center, a national ,  nonprofit  teacher-development organization in 
, vupported this claim by sharing the experienced outcomes of the implementation 
of instructional mentoring programs in educational districts of Boston, Chicago, 
Durham and New York stating that "instruct ional -mentoring programs provide a 
pO\:\,erful level for c losing the te2cher-quality gap and ensuring that al l studenL, 




The purpose of thIs study is to explore the perceptlOns of Kindergarten 
teachers on mentorship process, quality of mentors and their impact on teacher ' 
instructional and professional development. To achieve this purpose, the fol lowing 
research questions are addressed : 
5 .  D o  Kindergarten teachers i n  PPP  perceive the mentorship act? 
6 .  How Kindergarten teachers in PPP perceive the quali ty of their mentors and 
mentorsbip practices? 
7. How Kindergarten teachers in PPP perceive the impact of mentorship 
practices and mentor on their instructional and professional development? 
Do Kindergarten teachers in PPP see themselves serve in a mentor role? 
This chapter describes how this study was completed and the instrumentabon used 
to gather data. It provides a detai led description of sampl ing technique and sample 
subjects, data col lection instrument and measurement of its rel iabi l ity and validity. 
The methods and procedures to col 1ect and analyze data are a lso described in this 
section. 
Sampl ing 
School s  Sampl ing 
The populat ion aimed by this study is  the teachers in publ ic  Kindergarten 
school s  which locate in A l  Ain zone of U AE.  The schools for study are selected in 
convenient sampl ing method and the on the base of easy access to the school up to 
maximum ten ( 1 0) schools .  The schools to be included in the sample are intended to 
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be simi lar in tenns of number of admmistrative and teaching staff, number of mentor 
and serve c lose number of studenL. 
The select Ion of participant 
The participants for the J l1ter\' iews and questionnaires were selected m a 
cOll\ el1 lent and voluntary manner from A l  Ain Kinderga11en. The data col lection 
instrument ( survey) was announced as voluntary participation before i t  wa 
admil1 l strated to members of school teaching teams who agreed to be part of the 
tudy. 
Study Sample 
The study sample inc luded 1 80 Kindergarten teachers who work in  Al  Ain 
educational district .  The survey was administrated to al l  of sample members but only 
1 50 members which equal to 83% of original sample returned the survey back. Table 
( l )  i l lustrates the distribution of the study sample members who completed the survey 
in te1111S of study independent variables. 
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Table I :  DIstribution of sample members according to the independent variab1e 
I Variables Categories Frequency Percentage 
Teachmg Class KG 1 93 62.0 
KG 2 57  38 .0  
Total I SO 1 00.0 
Teachmg One year or less 47 3 1 .3 
Expenences 
One year - 3 years 1 6  1 0 .7  
3 years - 5 years 28 1 8 .7 
More than 5 years 59 39 .3  
Total 1 50 1 00.0 
Academic Level Diploma 8 5 .3  
Bachelor 1 33 88 .7 
M aster 5 3 . 3  
PhD 4 2 . 7  
Total 1 50 1 00.0 
Period of being Part One year 5 1  34.0 
of (PPP) 
1 - 2 years 74 49 .3  
3 -5  years 25 1 6 .7  
Total 1 50 1 00.0 
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tudy Instrument 
The "Mentoring Impact on Teaching in Kindergarten Schools" ( M ITKS) 
un eJ instrument m th is  study e"\ ol\ ed firstly through a series of investigations on 
effective mcntonng practi ces and potential impact on teaching practices and new 
teachers ' development .  The second stage in developing M ITKS was to review studie 
in about how to wnte a survey as a simple and productive tool to aid col lecting data 
(Creswel l ,  2008) .  That was an important step for author to learn about data type, 
cales measures and questionnaire' structure. Most impOltantly was to learn how to 
design rel iable and val id questionnaire. Appendix 2 i l lustrates M ITKS instrument .  
The first part ( Palt A)  of the survey instrument M ITKS included questions that 
aimed to describe the sample of mentees in term of their academic level, years of 
experience, teaching c lasses and for how long they were part of mentorship program 
at Public- Private Partnership Project ( PP P) .  The second two P31ts of M ITKS 
contained 33 items that were l ink ed to l i terature-based mentoring effective practices 
and i ts potential impact on teaching practices. The survey i tems aimed to investigate 
the attitude of the teachers toward mentoring as a whole practice and its impact on 
supporting new teachers . The survey i tems also explore how teachers perceive the 
mentor' s qual i ty and her abi l i ty to achieve the desired impact. The M ITKS asked 
teachers to indicate their att i tudes and beliefs toward mentoring practice experience 
on 33 questions divided into 8 yes-no questions in Part B and 25 five-point L ikert 
scale from 5= "strongly agree" to 1 = "strongly  disagree" in Part C .  
The  first 8 items invest igated to  which extend the teachers in Kindergarten 
schools understand and appreciate mentoring and to which extend the teachers in 
Kindergarten schools  were involved in mentoring plans. For example, i tem 3 in part B 
stated, "Do you bel ieve on Mentorship i s  beneficial to enhance the teaching practice?" 
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whi le Item 6 in part B stated, "Do you have a signed agreement (contract )  with vour 
Mentor'?" 
The rest 25 items in Part C investigated the qual i ty of mentor and mentorshlp 
practIces as perceived by the teachers in Kindergarten schools and the level of 
upport, model mg and training introduced by mentor to enhance the professional 
development of the teachers in Kindergarten schools and their instructional ski l l s .  For 
example, item 1 m part C stated "My mentor demonstrates a wide range of 
professional sk i l l s  and competencies in the area of learning and teaching" while i tem 
6 stated, "My mentor demonstrates new teaching practices for me to observe and 
reflect upon". 
Reliab i l i ty and Val idi ty Assessment of M lTKS Instrument 
Rel iabi l i ty and val idity infomlation are used to ensure that the scores from 
usmg the instrument are stable, consi stent and meaningful (Creswel l ,  2008; Kaplan & 
Saccuzzo, 200 1 ) . Rel iabi l ity means that the scores from the instrument are stable and 
consistent. Scores are considered stable when they come out to be the same each 6me 
the instrument i s  administered. Consistency means that when part ic ipant answer 
certain questions one way, the part icipant should answer the related questions in the 
arne way (Creswel l ,  2008; Kaplan & Saccuzzo, 200 1 ). Validity means that the 
individual ' scores from an instrument make sense and they enable the researcher to 
make useful predictions and overa l l  interpretations (Creswel l ,  2008 ) .  The rel iabi l ity 
and val idi ty of the M ITKS were evaluated in four phases . In  the first phase, four 
experts from the field were recrui ted to review the content validity of each i tem in 
M ITKS.  The l i s t  of experts '  names and posi tions is i l l ustrated in Appendix 3. The 
experts assessed the extent to which the questions on the M ITKS instrument represent 
a l l  possible questions that could be asked about the content in this context. In the 
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second phase, the M ITKS was admimstered as a first test to fi\'e potential partic Ipant 
Kindergarten teachers who are assumed to represent the population of teachers in 
Kindergarten schools .  In the third phase. the M lTKS was administered as a re-test 
with almost one month gap to the same five Kindergarten teachers who completed the 
test I l1 the second phase. In the last phase, the experts '  responses were analyzed to 
detennine the content val idi ty. In order to determine data rel iabi l ity, the responses of 
M ITKS from the test and re-test were compared and also the Correlation Coefficient 
was calculated to detem1ine the association between the two tests. Cronbach ' s  alpha 
was also calculated in phase four to assess the inter-item consistency. 
In order to evaluate the validity of M ITKS, the field ' experts were gIven 
M ITKS tool in order to review it and to add their comments. The experts were asked 
to assess the importance of each question to deterrnine to what extent it contributes to 
the study. The experts were also inquired to point out if they believed that there were 
any items that should be added to the M lTKS.  Analyzing the experts'  feedback in the 
last phase, the four experts evaluated each of the main i tems of the M ITKS to be an 
important question that contributes to the objective of the study. Also, the expert 
didn ' t  report any i tems to be missing from the M ITKS and did not suggest any i tem 
to be added to the instrument. 
In phase two for evaluating the rel iab i l ity of M ITKS, the survey as 
administrated for five part icipants and responses were recorded as Test 1 in a typical 
Excel Sheet. Four weeks later, phase three, the same partic ipants were asked to 
complete the survey as a re-Test 1 .  The responses from re-Test 1 were a lso recorded 
at the same excel sheet. The final responses of Test 1 and re-Test 1 were correlated 
using the CORREL function in Excel for each participant completed the M ITKS ( see 
Appendix 4) .  Furthermore, Cronbach ' s  alpha was calculated through entire M ITKS 
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to ach le\ e more accurate re l iabi l I ty estImation. M S  Excel pre-bUl lt tool (rel iabi l i t., 
calculator) developed by Dr. Del Siegel ( from Neag Center for Gifted Education and 
Talent De"\ e lopmenl - UniverS I ty of Connecticut)  \\'as used to calculate Cronbach ' 
alpha (S iegle, 20 1 1 ) . snap shot of the re l iabi l i ty calculator is i l lustrated in 
Appendix 5 .  The responses to the M ITKS i tems indicated a good internal consistency 
( CorrelatIOn a = . 98 )  and (Crobach 's  a = . 90 ) . 
Data Col lection 
In  order to col lect the study data, the researcher administrate the instrument of 
tudy to the study sample by visiting the Kindergarten schools  and explaining the 
purpose of the study and s tudy procedures for principals and teachers . The study 
instrument M ITKS then was distributed and for al l teachers who al lowed an adequate 
t ime to respond independently and in isolation from the study researcher. The 
researcher fol lowed up several t imes with teachers to maintain high paliicipation rate. 
F inal ly, the researcher re-vis i ted the schools to col lect the completed surveys . 
Procedures of S tudy 
The s tudy investigates and describes the K indergarten teachers ' perceptions of 
their monitoring and their att itude toward the quali ty of mentor and monitoring impact 
on their teaching practices within mainly three areas: teachers ' understanding and 
appreciation of mentoring practice; teachers' involvement in mentorship plan; qual i ty 
and personal i ty of selected mentors and final ly the impact of mentorship on teaching 
practices and teachers ' professional development .  10 order to achieve the goal and 
objectives of the s tudy, the researcher fol lowed the fol lowing procedures : 
Review the related l i terature to develop the necessary knowledge about 
effective mentoring practices and potential impact on teaching practices and 
new teachers ' development .  
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Develop the study instrument ( M ITKS)  that consisted of three main parts with 
total of 33 questions of t\vo min format: ves-no and five-point L iken scale .  
the val idi ty of the study instrument ( M ITKS) throuuh recurring four e ... 
experts from the field to evaluate each i tem of the instrument and suggest 
editing. 
Assess the rel iabi l i ty of the s tudy instrument (M ITKS) util izing the Test and 
Re-Test method and intemal consistency procedures. Test and Re-Test 
rel iab i l ity assessment requires that the instrument of study administrated twice 
for the same group of part ic ipants over a two di stanced peliod of time. The 
cores are analyzed through a mathematical fom1ula .  Theoretical ly, the 
resulting coeffic ient range from .00 to 1 .00. H igher coefficient represents 
greater internal consistency. Also, Cronbach's  alpha - commonly  used for 
obtaining a statist ical estimate for internal consistency- was calculated to 
assess the inter-item consistency. 
Obtain l etter of support from United Arab Emirates University ( UAEU ) in 
order to get permission to access the school sites and to faci l i tate the tasks of 
researcher in  surveying and interviewing the part ic ipants. 
Administrate the instrument of study to the study sample then collect it back 
over period of three to four week�. 
U se descriptive stat ist ical analysis of central tendency (mean) and variab i l i ty 
statist ical ( standard deviation) tests describe trends in the data to each question 
in  the M ITKS instrument. The survey results were analyzed and discussed in 
total percentages of each categories ( strongly agree, agree, not sure, disagree 
and strongly agree) for each survey item/question to indicate the overal l  
review of part ic ipants feedback/responses. 
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Present the final result  of the study as well as future outlook and 
recommendationv .  
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CHAPTER FOUR 
RESULTS A�D A�AL YSI  
This  section describes the results of the study that aimed to  Kindergarten 
teachers ' perceptions of their monitoring and their atti tude toward the qua l i ty of 
mentor and moni tonng impact on their teach ing practice�. 
The 1 50 complete responses ( l  000�0 female; 620 0 KG 1 )  from kindergarten 
teachers in AI Ain educational district provided data on the mentorship practices. 
mentor-mentee relationship and descriptors of qual ified and effective mentors .  The 
mentees ' perception of their mentOling in Kindergarten schools  were responses on the 
survey instrument gathered at the conclusion of their expeliences with the mentor on 
l ight of three drivers : teachers ' understanding and appreciation of mentoring practice; 
teachers ' involvement in mentorsh ip plan; qua l i ty and personali ty of selected mentors 
and final ly the impact of mentorship on teaching practices and teachers ' professional 
development . The fol lowing sections i l lustrate and analysis the results according to 
these three main drivers. 
Description of Mentees 
Sixty-two percent of the sample  ( n= 1 50) are teaching KG l .  Thirty-nine 
percent of the mentees are of teaching experience that is more than five years; while 
thirty-one percent are of one year experience. The remaining thirty percent mentees 
are of teaching experience ranges from one to four years . There were no participants 
with teaching experience in Kindergalien schools that is beyond eight years. Eighty-
eight percent of the sample respondent having a bachelor degree while small percents 
represents teachers having diploma ( 5 . 3%), master ( 3 . 3%) and doctorate degree 
( 2 .7%).  Forty-nine percent of survey teachers have less than two years Pa11 of 
Mentorship program at Publ ic- Private Partnership Project ( PPP) ;  whi le  six t
een 
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percent expenenced the mentorship program for more than two years. Chart I 
i l lustrates distribution of sample according to years of teaching experiences agalOst 
the part lc lpation m PPP .  
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Chart 1 .  Distribution of sample according to years of teaching experiences Vs 
partic ipation 1 11 P P P  
Resu l ts for the three Drivers o f  the study 
The main three drivers of the study are : 1 )  teachers ' understanding and 
appreciation of mentoring practice; 2) qual i ty and personal i ty of selected mentors and 
final ly 3 )  the impact of mentorship on teaching practices and teachers ' professional 
development .  These drivers were analyzed through the participants'  responses to 
different groups of questions provided in the survey. The fol lowing provides specific 
data associated with each driver. 
1 .  Understanding and appreciation o f  mentoring practice: 
The part B of the survey have eight i tems or questions of type yes and no that 
aimed to investigate to which extend the teachers in Kindergarten schools understand 
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and apprecIate mentoring and to which extend the teachers 1 0  Kinderoarteo school b 
\\ ere im oh ed I n  mentonng plans. The findlOgs mdicated that while most of teacher 
understand and appreciate the mentorship process and its Impact to enhance their 
teaching, they didn ' t  experience the part of the process where mentors provide tbem 
\\ Ith an analysi s-based plan to address their instructional and professional growth 
chal lenges and issues; they also dido ' t  perceive the mentors as highly qual ified ones 
(Table 1 ) . According to the results, seventy-two percent of the total sample stated that 
thev understand the concept of mentorship, with seventy percent of them understand 
the d ifferent steps of the mentorship process. A lmost fifty-three percent of the total 
surveyed teachers responded that they bel ieve that the mentorship is beneficial to 
enhance the teaching practice and moreover, almost sixty-percent do not think that 
mentorship is beneficial only for novice teachers . 
Table 1 :  
Item Statement �·o Frequency 
\ es N o  Yes 
Do you understand the concept of Meniorshlp 72 2 8  1 08 
Do you understand the di fferent steps of the Mentorshlp process 70.7 29.3 1 06 
Do you believ e on Mentorshlp IS beneficial to enhance the teachlllg 53.3 46.7 80 
Do you think mentorshlp is beneficial only for no\ Ice teachers 40 7 59J 6 1  
D o  you bebe\ e that mentor and mentee should have an agreement (contract) at early stage 111 order to 
set e'pectatlons and gUJde their relationship 98.7 1 .3 1 48 
Do you have a Signed agreement (contract) with your Mentor I I  3 88.7 1 7  
Did your mentor pro\ lde you \\1th an analYSis-based plan to address your I11structlonal and 
profeSSional grov.1h challenges and issues 40 60 60 
Do you thmk your mentor IS selected as a highly qualified mentor 37.3  627 56 
In term of estab l ishing the mentorship relat ionship, ninety-eight point seven 
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( contract )  at early stage of mentorshlp process in order to set expectations and gUlde 
theIr re latlOnship. However. almost eIghty-eight percent of partic ipants stated that 
they didn ' t  sign any contract with their mentor. The findings also indicated that sixty­
percent of mentees were not prOVIded with an analysis-based plan by their mentor III 
order to address their instructional and professional growth chal lenges and issues. 
The findings in this section also indicated that sixty two point seven percent of 
K indergarten teachers in the sample do not think that their mentor is selected as a 
high ly  qual i fied mentor. The detai led findings and charts for the survey questions Part 
B are i l lustrated in Appendix 5 .  
I I .  Qual i ty and personal i ty o f  selected mentors 
The findings on the mentee' s  perception of the personal attributes and quality of 
their mentor indicated that mentors in Kindergm1en schools demonstrate qual i ty and 
personal attributes that are associated to the effective mentorship but not a significant 
percentage ( mean i tem score range : 2 . 37  to 2 .97;  SD range: 0.935 to 1 . 1 82, Table 2) .  
For example, 68% of participants indicated that their mentors demonstrate a wide 
range of professional sk i l l s  and competencies in the area of learning and teaching; 
52°'0 of mentees bel ieve that their mentors are h ighly  ski l led in communicating, 
l istening, analyzing and providing feedback; and 56% of mentees indicated that their 
mentor conducted a deep review of their interests, abi l i t ies and beliefs that are related 
to teaching. 
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mentor conducted a deep rene" of my Interests, 
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tIC, and behefs that are related to teachmg. 
8 1  3 2  2 8  6 2 69 935 
tentor demonstrates ne\\ teachmg practices for me 
sen e and reneet upon 
3.3  46.7 15 .3  1 5 . 3  9 . 3  5 70 3 8  2 3  1 4  2 . 8 1  1 .047 
, 
I mentor IS highly skilled m communlcatmg, 40 48 20 1 8. 7  9.3 6 72 30 18 14 2.8 1 1 .083 
rlDg, analyzmg and pro\ldmg feedback 
mentor lets me express my feehngs and Ideas I 1 0  40 7 1 6  14 9.3 1 5  6 1  14 36 40 2.81 1 . 1 82 
lnentor and I have the same educat ional pht losophy 1 .3 4 1 .3 26.7 10 1 0. 7  1 62 40 30 1 6  7.. 97 1049 I 
rentor accepts and tTeats me as a unique mdl\ldual 67 40 7 22 24 6.7 1 0  6 1  3 3  3 6  1 0  2.83 1 .077 
'
mentor is well trallled to be a mentor 5.3 42.7 24 1 8 .7 9.3 8 64 36 1 8  1 4  2.84 l .087 I 
'
mentor models the self-reflection process 8 7  58 7 1 6  1 0  6.7 1 3  8 8  24 1 5  1 0  247 1 .0 1 5  I 
I mentor understands and apprecl3tes the cultural 
�t of my school em ironment I 
1 0.7 56.7 9 .3  1 5 . 3  8.6 1 6  85 44 13 1 2  2.53 I 1 2 1  
The [mdings also indjcated that mentors demonstrate new teaching practices for 
at most 5 0% of survey teachers while 25 .3% of the sample size nei ther agree or 
disagree that their mentor demonstrates new teaching practices for them to observe 
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and reflect upon. Mentors are perceIved to understand and apprecIate the cultural 
aspect of my school environment by 67.4�0 of teachers in the sample; they are also 
percel \  ed to model the self-reflection process by 57 .4% of teachers . 74.6 0'0 of 
part ic Ipants 1 l1dicated that their mentor actively l i sten and understand their feel ing 
and 50 .7% indicated that theI r  mentor let theme express their feel ings and ideav . 
H owever. 24°'0 of the sample size are disagree that their mentor lets them express my 
feel ings and ideas . 
On the other hand, 52° 0 of part icipants bel ieve that their mentor i s  not well trained 
to be a mentor whi l e  24° 0 neither agrees or disagrees . Also, 57 .4% agree that they 
and their mentor don ' t  have the same educational philosophy with percentage of 
26 .7° 0 who weren ' t  able to agree or disagree. Fina l ly 52 .6% indicated that their 
mentors don ' t  accept or treat me as a unique individual while 22% neither agree nor 
disagree. 
I l l .  The impact of mentorship on teaching practices and teachers ' professional 
development 
The findings indicated a sign ificant impact of mentors and mentorship practice on 
teaching practices and teachers ' professional development in Kindergarten schools 
( mean item score range: 2 .49 to 3 .07 ; SD range: 1 .00 1 to 1 .97, Table  3 ) . For an 
example, 62° 0 of part icipants indicated that they are engaged in continues reflective 
dialogue with their mentors to evaluate teaching practices; while 62 .7% indicated that 
their mentors evaluate their practices with evidence-based and subjective approach. 
Mentors are perceived to share their experiences and ski l l s  by 56 .7% of teachers 
i n  the sample .  A lso, 56% of teachers provided that they meet with their mentors in 
regular basis and the same percentage of teacher (56%) stated that their mentor 
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pro'. Ides them \\ I th constructive feedback based on observational data. Moreover, the 
findlOgs 1 l1dicated that mentor ass I st at most 54.7°'0 of teachers on solving problem 
and on addressing questions conceming the dal ly  experiences and chal lenges \\'11h the 
percentage of 20°'0 of teachers who ei ther agree or disagree. 
The resul ts a l so indicated that al though that 22 .7° 0 of the sample size either agree 
or disagree that their mentor motivates them to make decisions and take risks; 
approximately, 50° 0 of part icipants indicated that their mentors motivate them to 
make decisions and take risks .  Simi larly, 27 .3% of part icipants either agrees or 
dIsagree that their mentors help them to ident ify strength and weakness areas; 50% of 
part ic ipants agree that they do so. This is consistent with the findings that 50% of 
teachers in the sample bel ieve that mentorship process has made them better teachers 
whi le 22 .7  neither agree nor disagree. 
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On the other hand, a significant percentage of teachers (62 .7%) provided that 
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24. 7%> neI ther agree or disagree. Further. 54% agreed that their mentors didn ' t  
pro\ Ide them wIth resources for developing and implementing new constructive idea� . 
The same significant percentage of teachers ( 62.7°'0 ) indicated that their mentor 
didn ' t  encourage them to envision their future nei ther to develop personal and 
professional potent iaL. 
There were also 52 . 7  °'0 of teachers who indicated that their mentors don ' t  
ass I st them on  sett ing personal ,  professional and career goals ;  while 22.7% of  the 
ample s Ize neither agree or di sagree that their mentor assists them on setting 
personal ,  professional and career goals .  Fina l l y, 56 .7% of partic ipants indicated that 
they can ' t  serve in a mentor role and participate in developing other professionals as 
u l timate end of their mentorship process and 26% were not able to agree or disagree. 
Looking into attention-attract relationships among a quantity of independent 
ariables of this study and the perceptions of K indergarten' teachers toward mentor 
and mentorship program at PPP ;  the results show that the relationship between the 
period of time within which the teacher was part of mentorship program and to how 
extend the mentor understands and appreciates the cultu ral aspect of the school 
environment is very significant according to the results of the Pearson Chi -Square 
Test (Table 6), x':=3 1 . 820a, p=O.OOO. Tbis indicates that mentors develop better 
understanding and appreciation of unique cu l ture of schools '  environment in UAE.  
H owever, the  teachers who were part of the program for two years support this claim 
more than otbers (Table 5 ) .  
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Table 5 : Relationship between the period of t ime with i n  which the teacher was part of mentorsbip program and to how 
extend the mentor understands and appreciates the cultural aspect of the school environment 
r My mentor understands and appreciates the cultural as£ect of my school environment 
Strongly Agree Agree Neither Agree or Disagree Dis�ee Strongly Disagree Total 
Part of Mentorshlp One year 1 30 1 4  2 4 5 1  
program at PublIc- Pm'ate < 2 years 8 45 2 1 3  6 74 
Partnership Project (PPP) < 3 years 4 1 3  8 0 0 25 
Total 1 3  88 24 I S  1 0  1 50 
rIC 6: Chi-Square Tests for relationship in table 5 
Asymp, Sig. (2-
Value Df sided) ron Ch,-Sq"," 3 1 . 820' 8 .000 
eli hood RatIO 39.3 7 1  8 .000 
,ear-by-Linear Association 2. 1 89 1 . 1 39 
of Valid Cases 1 50 
I cells (46.7°:0) have expected count less than 5 .  The minimum expected count .67. 
further, the Pearson Chi-Square Test for the relationship between teaching 
experience of mentees and the perception of mentors' professional skills and 
competencies in the area of learning and teaching is very significant, X1=29 4 1 2" , 
p=O.003 (Table 8). This is important as more experienced teachers will be more able 
to assist the quality of mentors' professional skills that are required for Kindergarten 
teaching. The results show that the teachers with most experience (more than 5 years) 
agree or strongly agree that their mentors demonstrate wide range of professional 
skills and competencies in the area of learning and teaching with total of 35 votes 
against 23 and 1 7  for teachers with teaching experiences more than 3 and 2 years, 
respectively (Table 7). 
Table 7:  Relationship between teaching experience of mentees and the perception of mentors' professional skil ls  and 





My mentor demonstrates a wide range of professional skills and competencies in the 
area of learnmg and teachmg 
Neither Agree or 
Strongly Agree Agree Disagree Disagree 
One year 4 27 8 4 
> I year 0 1 3  0 0 
> 3 years 6 1 7  4 I 
> 5 years 8 27 1 7  7 
1 8  84 29 1 2  
Table 8 :  Chi-Sguare Tests for relationshiE in Table 7 
Asymp. Sig. (2-
Value df sided) 
Pearson Chi-Square 29.4 1 2" 1 2  .003 
Likelihood Ratio 35 .723 1 2  .000 
Linear-by-Linear Association .990 .320 
N of Valid Cases 1 50 
a. l l  cells (55.0%) have expected count less than 5 .  The minimum expected count 
IS .75 






One more interesting significant relationship is that the one between teachers' 
academic level and the perception of how extend the mentors encourage them to 
enVlSlon their future and to develop personal and professional potentials. The 
Pearson Chi-Square Test for this relationship as shown in Table 1 0  is, x2=42 .434", 
p=O.OOO. The teachers how hold bachelor degree 4 1 %  indicated that mentors didn' t  
encourage them to envision their or  to develop personal and professio
nal potentials in 
contrast to the teachers who hold PhD degree who agree that men








Table 9: Relationship between teachers' academic level and the perception of how extend the mentors encourage them to 
envision their future and to develop personal and prof! 
Acadlmlc Level 
irotal 
My mentor encourages me to envIsion my future and to develop personal and 
professional pOlenllals 
Neither Agree or 
Strong� Agree Agree Disagree Disagree 
Diploma 4 1 0 3 
Bachelor 6 40 33 4 1  
Master 1 0 0 4 
PhD 0 4 0 0 
I I  45 33 48 
Table 10:  Chi-Square Tests for relationship in Table 9 
Asymp. Sig. (2-
Value Df sided) 
Pearson Chi-Square 42.434' 1 2  .000 
Likelihood Ratio 35 .900 1 2  .000 
Linear-by-Linear Association .00 1 1 .969 
N of Valid Cases 1 50 
a. 1 5  cells (75.0%) have expected count less than 5. The minimum expected 
count is .29. 
Strongly Disagree 
0 
1 3  
0 
0 
1 3  
Lastly, the Pearson Chi-Square Test for the relationship between the teaching 
c lass for mentees (KG 1 or KG2) and to how extend the mentors provide 
professional experiences that is related to the Kindergarten teaching for each 
specific class was significant, x2=22. 1 n', p=O.OOO (Table 1 2) .  The teachers of 
KG 1 agree more than Teachers of KG2 (59 vs 24) that mentors were able to 
provide them with teaching experiences and professional ad vic
es to make them 
better teachers. (Table 1 1 ) .  







Table 1 1 :  RelationshIp between the teaching class for mentees (KG 1 or KG2) and to how extend the mentors provide 
professIOnal expenences that is related to lhe Kindergarten teaching 
Teaehmg Class 
hotal 
My mentor provide professional experiences that is  related to lhe Kindergarten 
teaching for my s )ecific class 
Neither Agree or 
Strongly Agree Agree DIsagree Disagree 
KG I 4 55  18  6 
KG 2 2 23 7 2 1  
6 78 25 27 
Table 1 2 : Chi-Square Tests for relationship in Table 11 
Asymp. Sig. (2-
Value df sided) 
Pearson Chi-Square 22. 1 77' 4 .000 
Likelihood Ratio 2 1 .97 1 4 .000 
Lmear-by-Linear Association 5.5 8 1  I .0 1 8  
N o f  Valid Cases 1 50 
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CH APTER FIVE 
DJSCUSSIO 
The origmal question of the research focused on in\,estigatmg if  Kindergarten 
teacher understand and appreciate the mentorship act and on determining the mentee 
perceptlOns of thelr mentors and mentorsh ip'  impact on their instructional and 
professiona l  development.  Through this research, the author wanted to determine if  
the mentors a t  Kindergarten had the personal atti tudes, qualifications and ski l ls that 
cbaracterist ic the effective mentors and if they succeed to support their mentee ' 
development .  The research was broken down into three main questions: 1 )  Do 
Kindergarten teachers understand and appreciate the mentorship act? 2 )  Do 
Kindergarten teachers perceive their mentors as high quali fied mentors? 3) I s  the act 
of mentoring contributes into the instructional and professional development of 
Kindergarten teachers? 
The surveys sent out to the subjects in order to gather background data and to 
detem1ine their perceptions of their mentors and mentorship impact. Throughout a l l  of 
the surveys there was a major finding that seemed to stand out in achieving effective 
mentorship relationship between mentee and their mentors. This finding is related to 
the estab l ishing the mentorship relationship. A lthough that most of teachers 
understand and appreciate the mentorship process and its impact to enhance their 
teaching, they didn ' t  experience the part of the process where mentors provide them 
with an analysi s-based p lan to address their instructional and professional growth 
chal lenges and issues. Teachers bel ieve that mentor and mentee should have an 
agreement ( contract )  at early stage of mentorship process in order to set expectations 
and guide their relationship. This early involvement of mentees in designing the 
mentorship program is a success key for implementing ideal mentoring relationship 
and effective mentoring program. H owever, most teachers in this study didn ' t  
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participate in developing their mentoring plans and didn ' t  sign any contract \vi th their 
mentors that should be based on imtial assessment of teachers ' needs and instructional 
pract Ices .  This missing part of the mentor-mentee relationship have a propensity to 
affect the outcomes of the mentorsbip process as when mentor and rnentee agree on 
conceptions of mentoring, their experiences tend to be more productive ( Kobal la, Jr. 
& Bradbury, 2009) .  The fact is that mentorship i s  a long time process that starts with 
developing a natural re lationship between the mentor and the mentee with present of 
fundamental attributes that include mutual trust, respect, openness, honesty, 
col laboration and reflective practice�. 
The point to arise here i s  the role of the program owner or regulator (ADEC in our 
case) to monitor the process of mentorship especial ly  as the early stages of 
establ ish ing the mentor-mentee relationship. Assigned mentors should be requested to 
provide ADEC with the essential assessment of teachers ' needs and the analysis­
based p lan to address these teachers ' instructional and professional growth challenges 
and issues. Teachers should  be involved in developing these plans and to add their 
comments, expectations and the areas of enhancement they are looking for. Reports of 
plan progress should be also submitted in regular basis for all concerned parties 
including principals, teachers and program owner. By this way, the mentorship 
program is designed according to teachers ' individuals '  needs with clear expectations 
and col laborate mentor-mentee relationship. Obviously, in the case of ADEC 
mentorship init iat ive, teachers didn ' t  participate in  developing their mentoring plans 
and didn ' t  see them i f  they exist .  
The findings on the mentee ' s  perception of the personal attributes and quality of 
their mentor indicated that mentors in Kindergarten schools demonstrate qual i ty and 
personal attributes that are associated to the effective mentorshlp. Galbraith 
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( 2002 '2003 ) and Ganser ( 1 996) suggested that the good mentors exhibit a \-vide range 
of professional ski l l s  along with the Wi l l ingness to share these with mentees. Ro\\' le 
( 1 999) Ident l fies six basic and essential quali ties of the good mentor and which are: 
commitment to the role of mentonng, acceptance of the beginning teachers as a 
developmg individuals and professionals highly skil led at providing instructional 
upport, effective in different interpersonal communications, models continues learner 
and capitalizes on opportuni ties to asseli the potentials for their mentees. Partic ipants 
in the research indicated that their mentors demonstrate a wide range of professional 
ski l l s  and competencies in the area of learning and teaching. They also perceive their 
mentors as high ly ski l led in communicating, l i stening, analyzing and providing 
feedback. 
Most impOJiant ly, mentors are perceived to understand and appreciate the cultural 
aspect of mentees ' school environment. This is crucial as Raman, Gruppen and 
K achur (2006) argue that mentors need awareness of cul tural issues while Ganser 
( 1 996) emphasizes the understanding of schools as site-specific cultures and teachers 
with different backgrounds and experiences wi l l  help mentors and mentees to 
overcome cultural d ifference and innate prejUdices. 
While the competencies and experiences in the area of learning and teaching are 
the core for mentors ' selection; mentors wi l l  not be able to share such experiences 
with teachers if they lack the communication ski l ls .  Moreover, teachers wi l l  not 
benefit from the process of mentorship program if they don ' t  receive systematic and 
continues feedback from their mentors . This study didn ' t  investigate the detai ls  of 
mentors' professional and communication ski l l s  rather than the teachers ' perceptions 
of these ski l l s .  It also didn ' t  investigate to how extend mentors assigned by ADEC 
understand and appreciate the cul tural aspects of learning environment in UAE.  There 
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i s  no e\ Idence that mentors who belong to different international bodies -mostl, 
A B IS- recel \ e  a special training in the cul tural aspects of UAE.  A lthough these 
educatIOnal international institutIOns operate in different areas of the world. UAE is a 
unique area 1 11 term of cul tures and hi story of education. There are in this part 
concerning the percentage of mentees who don ' t  have the same educat ional 
phi losophy with their mentors; and who bel ieve that their mentors don ' t  accept or 
treat them as unique individuals .  These results can be - logically- attributed to the 
defect on establ i shing the init ial  mentor-mentee relationship that is discussed above 
and to the understanding of teachers as Emirate individuals .  This is also seen to lead 
to the result  that most partic ipants in the s tudy believe that their mentors are not well 
trained to be mentoL . 
The findings of the study indicated a significant impact of mentors and mentorship 
practice on teaching practices and teachers ' professional development in Kindergarten 
chools. Most participants believe that mentorship process has made them better 
teachers. One of the goals of using mentorship in teacher professional development is 
to assist teachers/mentees to adopt and implement forms of reflective practices that 
seen to support best instructional practices and strategies (Schon, 1 987) .  From 
different point of view, mentorship itself is seen as a form of professional 
development within which mentors adopt a reflective approach to tbeir own 
mentorship activi ties and learning so as to effectively contribute to their mentee ' 
l earning. development and growth. According to Toml inson ( 1 995) ,  "mentoring, l ike 
teaching, involves a continual reflective cycle where mentors aspire to be reflective 
coaches" (p .  38 ) .  Thus, without the guidance of reflective mentors, teacher mentees 
may be h indered in the development of self-reflective processes. Tluough this study. 
mentors are perceived to model the self-reflection process while most part icipant 
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indI cated that they are engaged in cont inues reflective dIalogue with their mentors to 
evaluate teaching practices. 
Further, mentors in this study are perceived to share their experiences and ski l l  
with men tees teachers who indicated that they meet with their mentors in regular and 
receive constructive feedback based on observational data. Moreover, the findings 
mdicated that mentor assist teachers on solving problems and on addressing questions 
concern1l1g the dai ly experiences and chal lenges. Most teachers also indicated that 
their mentors motivate them to make decisions and take risks and agree that their 
mentors help them to ident ify strength and weakness areas. These findings are 
consi stent with the practical ski l ls mentors need to demonstrate (Ganser, 1 996) and 
which include providing guidance and feedback, problem solving strategies and 
ystematic observe of dai ly  teachin g and c lassroom to help teachers to lean about their 
own teaching. A lso, these findings are consistent with the functions of effective 
mentors as suggested by Cohen ( 1 993)  within which mentors aim to help mentees to 
develop understanding and insights into unproductive behaviors and strategies and to 
evaluate their own needs and capaci ty to change. Mentors should share with mentees 
l i fe experiences a role  model in order to motivate them to make decisions and take 
risks. 
More investigation on the impact of mentors and mentorship practice on teaching 
practices and teachers ' professional development in Kindergarten schools is a 
necessity. This i s  because only surveying teachers ' mentees is not enough to measure 
this impact. Whi le  survey is a good trigger to dig more, the actual  measurement 
hould depend on the teachers ' improved practices and abi l i ty to solve problems. I t  
wi l l  be useful to track one or group or teachers ' development journey via c lassroom 's  
5 1  
observatlOn and student leammg achIevements in order to define hm\' mentorship 
made them "better teachers" . 
entors play critical role  on helping teachers to set short -term and long-term 
profesSlOnal goa ls  (Ganser, 1 996) and on encouraging mentees to envision their future 
and to develop personal and professional potential through stimulating their critical 
thinking (Coben, 1 993 ) .  By this, mentees wi l l  be able to eventual ly  act as independent 
learners and to develop their capacity of negotiation and change management .  
HQ\,vever, there were important percentages of teachers provided that their mentors : 1 )  
didn ' t  work with them to develop and try new ideas and strategies; 2)  didn ' t  provide 
them with resources for developing and implementing new constructive ideas ;  3 )  
didn ' t  encourage them t o  enV1 SlOn their future nei ther to develop personal and 
professional potent ia ls ;  and 4) didn ' t  assist them on setting personal, professional and 
career goals .  Two main things to consider in analyzing these results: the first i 
related to the structure of mentorship process and the second is related to the 
environment and s i te within which the process takes place. 
In order for mentors to encourage mentees to envision their future and to set 
development and career goals, they need mainly to put more efforts in the first step of 
mentorship process : establ i shing the relationship. At this stage, mentor gets to learn 
the mentee as an individual and as a professiona l ;  then guides the mentee tlrrougb a 
reasonably deep review of their interests, abi l i ties and beliefs that are related to their 
area of specialty. This i s  of high important in order to ensure that the mentor' s advice 
i s  based on accurate and suffic ient information about the men tee and the practice to 
l ink to the personal ,  professional and career goals .  I t  i s  obvious that this part was 
missing since early stages of mentorship program as most part icipants indicated that 
they never provided you with any analysis-based plan to address your instructional 
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and professIOnal gro'V. th chal lenges and issues. From em Ironment perspective, the 
question anses IS that to how extent mentors are educated about teachers professional 
development and career opportunit ies in the country of UAE? 
The results concern l l1g mentors providing teachers with resources for 
developing and impiementing new constructive ideas should be also analyzed on the 
l ight of the environment and school site :  do mentors have access to these resources in 
the first place? What the role of school principals? How resources for mentorship 
program are planned and budgeted? These questions need to be addressed before 
measunng the impact of mentorship program on developing new instructional 
trategies. 
The result  within which most part ic ipants indicated that they can ' t  serve in a 
mentor role and participate in developing other professionals as ul timate end of their 
mentorship process was not surpri sing taking into consideration that these teachers 
indicated that they understand mentorship process. This appl ies their understanding 
that developing an effective mentor requires intensive and careful train ing and 
preparation programs.  
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CHAPTE R S IX 
Conclusion AND Future work 
oncludmg Remark 
The focus on the education is a world-wide concern. Governments across the 
world real ize the essential  role that education plays in economic, pol it ical and civic 
well being of the country. The awareness of the gaps and weaknesses in education 
ystems continues to grow as well  as the cal ls  for improving the education quality and 
refornl ing the current systems and strategies to meet the increasing demands for more 
effective school s  and match-notion-needs educational outcomes. Given this pressure 
for educational refornls, mentoring is perceived to be an effective way to train 
teachers to adopt new and effective practices . The origin of mentorship practice ha 
i ts root in Greek mythology but since the mid- 1 970s, great attention has been paid to 
mentoring for professional development in education. This is because it has been 
widely used in the business world and it has the potential to be helpful as well in 
education filed. 
Teachers ' professional development practices that are based on mentoring and 
which provide one-to-one guidance and ongoing on-site support are perceived to be 
more successful because learning in this context depends on the col legiality among 
teachers and mentors . Mentorship models enable teachers to talk about practice with 
their assigned mentors, observe mentors ' practice and work together to plan, design, 
evaluate curri cu lum,  research and experiment new instructional strategies and 
teaching techniques. Mentors teach their mentees teachers what they know about 
teaching and learning and share their experiences in dealing with dai ly  chal lenges of 
teaching and c lassroom management. 
In order to achieve the desired resul ts  from mentoring, mentors should be 
selected careful ly as an experienced teachers who are well trained to per
fonn the 
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functIOns and tasks that are assocIated to the mentor' role. There are several factor 
that Impact the mentoring programs effectIveness and need to be careful ly addressed 
at \ ery early stages of preparing for the mentoring programs.  These factors include 
the a\ a I labi J i ty of time, the matching between mentor and mentee, comprehensi" e 
assessment and analysis of mentees ' needs, the qual i ty of mentors as wel l as the 
quali ty of mentorship practicey. 
Recent ly, the Abu Dhabi Education Counci l  (ADEC) in UAE has 
Implemented a New School Model (NSM ) and Private Partnership Project ( PPP)  
aimmg to improve the qual i ty of plivate and public schools in emirate of Abu Dhabi .  
Within these two ini tiatives, each publ ic school was assigned a mentor for the school 
principal and teachers. The mentor is expected to oversee the principle and teacher 
training and evaluation and implementation of the teaching methods; to monitor the 
A DEC cun'icu lum del ivery and work with the school faculty uti l izing student test data 
to improve instruction. The mentor is also responsible of submitting required 
monitoring reports to ensure success of the partnership and to provide continuous 
monitoring of progress .  
The purpose of this study was to develop an understanding if, Kindergarten 
teachers parti cipating in NSM and PPP  real ize the value of mentors hip practice and i ts 
impact on their teaching. The original questions of the research focused on the 
perceptions of Kindergarten teachers on the qual i ty of mentors and their impact on 
teachers, instructional and professional development. Through this research, the aim 
was to detelmine if K indergarten teachers appreciate the mentoring practice and if 
they perceive PPP as an effective mentorship program. The research was broken 
down into three main questions: 1 )  Do K indergarten teachers in PPP understand a
nd 
appreciate the mentorship act; How Kindergarten teachers in PPP perceive t
he quality 
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of their mentors and mentorship practices? 3 )  Ho\\' Kindergarten teachers in PPP 
perceive the impact of mentorship practices and mentor on their instructional and 
professional development? And to answer the questions of the study, the researcher 
developed the study instrument ( M ITKS) that consisted of three main parts with total 
of 33 questions of two min format: yes-no and five-point Likert scale ;  administrate 
the l I1strument of study to the study sample consisted of 1 50 Kindergarten teacher 
then col lect It back over period of three to four weeku. 
This findings of the study indicated that most of Kindergarten teachers in the 
sample understand and appreciate the mentorship process and its impact to enhance 
their teaching. They bel ieve that mentor and mentee should have an agreement 
( contract) at early stage of mentorship process in order to set expectations and guide 
their relationship; however, they didn ' t  experience the part of the process where 
mentors provide them with an analysi s-based plan to address their instructional and 
professional growth chal lenges and issues . The findings on the mentee 's  perception of 
the personal attributes and qual i ty of their mentor indicated that mentors in 
K indergarten school s  demonstrate qual i ty and personal attributes that are associated to 
the effective mentorship .  The findings of the study also indicated a sign ificant impact 
of mentors and mentorship practice on teaching practices and teachers ' professional 
development in Kindergarten schools .  Most participants bel ieve that mentorship 
process has made them better teachers. The findings also showed that partic ipants are 
not ready to serve in a mentor role  and participate in developing other professionals a 
u l timate end of their mentorship process. 
The findings of this study also indicated important elements to consider in 
order enhancing the mentorship program in PPP .  These elements include paying 
more attention to deep reviews the needs and objectives of mentees and to address
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these early stages through establ ishing the mentor-mentee relationshlp. Also, mentor 
and teacher hould be provlded with sufficient and adequate resources for dewloping 
and lmplementing new construct l\'e idea 
The results of the study are l imi ted to the sampled teachers in the ten Kindergarten 
chools in A I  Ain area and so results can ' t  be general ized for other school of different 
levels or areas .  A second l imitation factor to consider is that the study part ic ipants of 
Kindergarten teachers may hesi tate to convey their honest opinion about the i tems of 
questions pertaining to mentors ' qual i ty and their impact on teaching practices and 
teachers ' development .  
Recommendation 
Based on the results of this study, few recommendat ions are suggested a 
fol lows: 
C lear policies and procedures should be set to regulate educational mentorship 
in i ti atives in UAE.  These regulations should outl ine the cri teria and guidel ines to 
select mentors and to assess their role in the educational settings. 
• Selected mentors to work in UAE schools should be enrol led in cul tural 
awareness sessions to prepare them to deal with the unique environment of 
chools in the country. 
• Teachers w i l l  need to be involved in different awareness sessions in order to 
• 
develop broad understating of mentorship practice; and also to develop a new 
perspective of mentor' role and their own role  in mentorship relationship. 
A DEC is  required to mentor the mentors' perfonnance in regular basis and 
a lso to track the teacher' s  development through the mentorship practice. Thi s 
includes emphasizing that mentors should provide men tees with an analysis­
based plan to address their instructional and professional growth chal lenges 
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• 
and I ssues. The early agreement ( contract) between mentor and mentees at the 
early stage of mentorshlp process must be also emphasized 10 order to set clear 
expectat Ions to gUIde the process toward achieving it goaL. 
Resources to enable mentors ' work and to support teachers ' development 
should be a lso provided as required. 
Future Work 
There are several aspects of this study that could be further researched in the 
future. This was a lso a very smal l  study that only looked at mentoring in ten 
K indergarten school setting. A larger study that encompasses elementary and 
econdarv mentors and mentees is suggested to expand the range of this study. Also, 
the suggested future research works involve in depth study of the impact of mentoring 
on teachers ' instructional development and students achievement supported by on-site 
evidences and perfomlance measurement metrics .  I t  i s  important to look back at how 
mentoring has changed the practices of beginning teachers and outcomes of their 
teaching practices. This i s  can be achieved by carrying long l i fe study over number of 
academic years to track the development of mentees ' teachers as well as the academic 
progress of their students. MentOling i s  not only improving the qual ity of education 
for the professionals involved but also for the l ives of the students that these teachers 
touch dai ly. 
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APPE�DlX 1 
EducatIOnal International Insti tutions Part Ic ipate in PPP project 
1 . SABIS  Education System 
A B IS � Educational Services S .A .L .  was establi shed in Lebanon in 1 993 as the 
managll1g aml of the SAB IS  E: School Network and was assigned with the responsibi l i ty 
of developing the SAB IS  network in the Middle East, Africa, and Asia .  Currently, 
A B ISE Educational Services operates schools in Africa, the Gulf, Near East, North 
Africa East, and Asia .  SAB IS® Educational Services now operates 60 Schools in Africa, 
the Gulf, Near East, N0l1h Africa East, and Asia and this includes the UAE. 
In SAB ISQr schools :  " all students, regardless of their ability levels, can learn and 
achieve vel)' high academic standards provided the) '  want 10 learn" ( SABIS ,  20 1 1 ) . To achieve 
this purpose, students are continuously monitored in order to prevent any knowledge gap during 
their learning process . S tudents are motivated to learn and provided with efficient, rich and high 
qual i ty educational experience aiming to help them to achieve their ful l  potentials . Some feature 
of the SABIS� Educational System include (SABIS, 20 1 1 ) : 
• A comprehensive and wel l -structured curriculum 
• Proficient learning materials and books designed to support the curriculum 
• Established instructional methods 
• Regular assessment to track the student 's  performance and fi l l  any learning gaps 
they may develop 
• Advanced educational tools to supp0l1 SABIS  educational programs 
• A student-led organization and posit ive learning environment 
1 
f 1 .  �ord Anglia Education 
::\ord Anglia E:ducatlOn (NAE)  i s  intruded as a leader m the internatIOnal provision of 
mnovation and high qua l i ty education. training; and guidance especial ly  for chi ldren and young 
adu lts .  J\AE,  which was founded in 1 972. focuses on managing schools and working with 
Internat ional governments to raise the standards and improve the educational achievement as 
desired bv these government. 
AE operates first-c lass qual i ty kindergartens al l  through to the end of secondary ( K- 1 2 ) in 
eight different c i t ies in the world with over 6,000 s tudents .  Most of NAE schools fol 1ow a 
curriculum that i s  based on the National Curriculum of England (NCE) and which is adapted 
country by country in order to meet the d ifferent local cul tures and condi tions. 
AE provides its learning services in the UK and the Middle East by working with 
government, education authorities, schools  and other publ ic  sector bodies and organ izations to 
del iver a broad range of education, training and learning support. Part of the learning services is 
chool i nspection and qual i ty reviews, leadership development, training for teachers and 
inspectors and e- learning systems for schools as well as individual learners . NAB also provides 
education consultancy to advice governments on education pol icies, refoffi1 and improvement 
ini t iatives besides managing the education authori ties on their behalf  (Nord Angl ia Education 
2009. 
I I I .  Mosaica 
M osaica Education i s  a for-profit school company that is originated in 1 997 in United State 
of America and which currently operates elementary, middle and high school programs globally 
2 
in India. Turkey. and the UnI ted Arab Emirates. Through 1 4  years, the academic model of 
Mosalca has educated more than 45 ,000 students in more than 90 school programs. The focus of 
osalca 1S to develop charter school programs that incorporated the Paragon curri culum (hand,­
on approach that addresses students' multiple intel l igences and individual learning styles), 
cutt ing-edge classroom technology and learning that is customized to achieve student ' 
1 I1dl vidua I successev• 
The services provided by Mosaica include managing schools, K- 1 2  onbne schools, refoffi1 
and enchantment plans for under-perfonning schools for governments ( in US  and overseas), 
Professional Development, leadership training, Curriculum development, Recruitment Service. 
( teachers and school l eaders) ,  and fina l ly  suppOli services such as accounting and infonnation 
technology ( Mosaica Education, 20 1 1 ) . 
I V .  CFBT -Education Tmst 
CFBT -Education Trust i s  not-for-profit organisation and which uses its fund for educational 
purposes and practice-based educational research.  The company is known as a leading that 
provides education consultancy and services for publ ic  benefit both in the UK and world-wide 
in more than 40 countries .  CFBT-Education Trust manages large government contracts as well 
as managing directly a growing number of school s .  
The company stated mission i s  " education which enables individuals, insti tutions and 
communit ies to achieve their max imum potential". To achieve i ts mission, CFBT-Education 
Trust appreciated the teaching and l earning differences among c l ients in the different countries 
and works to meet the needs of those needs to our c l ients in their different cul tures (CFBT­
Education Trust, 20 1 1 ) . 
3 
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A PPEN DIX ') 
MITKS Instrument - Expert Validity Evaluation Questionnaire 
Di rect ions 
P le a se provide the ide nt ify ing 
I nfo r m a t i o n  req uested o n  the r ight.  
Date: ______________ __ 
Expe rt N a me : ______________ __ 
Gender:  0 Male  0 Female 
Job T it le : __________________ _ 
The 33  i t e m s  i n  t h i s  fo rm a re the m a i n  Orginzat ion : __________________ _ 
q u est ions i n  t h e  " M e nt o r i n g  I m pact o n  . 
Tea c h i ng i n  K i n d e rg a rt e n  Schools" ( M ITKS) 
Tota l  Years of Experemces : ____ _ 
su rvey that  was developed to c o l l ect data to 
i nvestigate a n d  d escr ibe the K i n d e rg a rten 
teachers' perce pt i o n s  of their  m o n itor ing 
a n d  t h e i r  att itude towa rd the q u a l ity of 
mentor  a nd m o n itor ing i m pact o n  t h e i r  
teach i ng practices.  F o r  e a c h  i t e m ,  check t h e  
c i rc l e  a t  the p o i n t  t h a t  best represents yo u r  
ra t i n g  o f  the q ue st i o n  i m p o rt a n ce.  
P l ease t h e n  i n d i cate if  i tem is  miss ing a nd 
a d d  y o u r  suggest i o n s .  
M I T K S  I tem 
Do you understand the concept of Mentorship? 
Do you understand the different steps of the Mentorship process? 
Do you believe on Mentorship is beneficial to enhance the teaching 
practice? 
Do you think mentorship is  beneficial only for novice teachers? 
Do you believe that mentor and men tee should have an agreement ( con
tract )  
at early stage in order t o  set expectations and guide their relationship? 
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7 .  Did your mentor provide you \'v ith an  analysis-based plan to addre 
your Instructional and professional growth challenges and Issues? 
. Do you think your mentor is selected as a highly qual ified mentor? 
9. My mentor demonstrates a wide range of professional ski l l s  and 
competencies in the area of learning and teaching. 
1 0. My mcntor act ively l i stens and understands my feelingu. 
I I .  My mentor conducted a deep review of my interests. abi l ities and 
bel iefs that are related to teacbing. 
1 2 . My mentor assists me on setting personal,  professional and career 
goals .  
1 3 . My mentor mot ivatcs me to make decisions and take risks. 
1 4 . My mentor demonstrates new teaching practices for me to observe 
and rcflect upon.  
1 5 . M y  mentor \-"orks wi th me to develop and try new ideas and 
strategies. 
1 6. My mentor assists me on solving problems and on addressing 
questions concerning the dai ly experiences and challenges. 
1 7 . My mentor and I are engaged in continues reflective dialogue to 
evaluate teaching practices.  
My mentor encoW'ages me to envision my fuhlre and to develop 
personal and professional potent ials .  
1 9 . My mentor i s  highly ski l led in  communicating, l i stening, analyzing 
and providing feedback. 
20. My mentor lets me express my feel ings and ideas. 
2 l .  My mentor provides me with constructive feedback based on 
observational data. 
22. My mentor evaluates my practices and practice with evidence-based 
and subjective approach .  
23 .  My mentor provides me with resources for developing and 
implementing new constructive ideas. 
24. My mentor and I have the same educational phi losophy. 
2 
2 5 .  :-'1y mentor helps me to ident ify strength and weakness area�. 
26.  My mentor shares h i s/her experiences and ski l ls .  
2 7 .  My mentor accepts and treats me as a unique individual 
2 8 .  My mentor process have made me a better teacher 
29. Mv mentor and I meet in regular basi�. 
30. Mv mentor i s  well  tra ined to be a mentor. 
3 I . My mentor models the self-reflection process. 
32. By end of mentors hip process, I can serve in a mentor role and 
part ic ipate in developing other professionals. 
3 3 .  My mentor understands and appreciates the cultural aspect of my 
school envirorunent . 
Do you beHeve that  t h a t  are m issi ng items or 0 Yes 0 No 
ou tcomes to be i n q u i red? 
[ f  Yes, then please c larify and a d d  your s u ggestio n :  ---------------- --------------------------------- - -
3 
PPE1\ DIX 3 
The hst  of Experts '  Names and Position 
Prof. Mohamed Abdel Dayem Facu lty member in  Department of Foundation I 
And Education 
Dr. Ali Alkaabi Ass. Student Affai rs, Foundation & Education 
Faculty member 
Dr. Ali Ibrah im Faculty member in  Department of  Foundation 
And Education 
1 
A P P E :\, D I X  4 
\ l I T K S  R e l i a b i l i t )  Assess m e n t :  Test a n d  Re-Test M e t h od 
estions r Test 1 ---
---� SUb l Sub2 Sub3 Sub4 SubS SubIa Sub2a 
->------ - '1---
I : I : 
0 1 0 
I -- - .. - - --+-....... 'rl 1 1 1 1 1 
-- -<---- - I I I 3 0 I 0 1 1 1 I 0 I 0 , - I 
4 0 1 0 1 I 0 I 0 1 , I I ; I ; 0 5 1 0 1 I 1 1 1 I I 6 1 I 0 0 0 0 1 0 I I I 7 1 1 0 I 0 0 1 J 1 I 8 0 , 1 0 0 0 I 0 I 1 I � - � -- ---+ -1--;.-- I 4 3 2 3 4 4 9 4 1 I I I .l. , 10 3 3 3 3 I 4 3 I 3 I 
1 1  3 4 1 2 4 3 4 
1 2  3 4 1 3 3 I 3 4 
I 1 3  4 3 2 3 3 4 3 
14 3 3 I 2 2 3 3 3 
4 i 2 3 3 3 4 1 5  3 ! I 
I 16 3 4 I 2 3 4 3 4 
17 3 I 3 : 2 2 4 3 3 
18 3 I 3 1 3 j 4 I 3 3 I 19 3 4 3 2 I 3 i 3 4 I I 4 3 4 I 20 3 I 4 3 4 , 
2 1  3 S I 2 4 I 4 3 J 4 
I 22 3 5 2 I 3 I I 4 3 ! 4 I 23 I 3 3 5 4 I 3 3 3 
I 24 I 3 3 4 I 3 I 4 4 3 I I 4 4 4 I 1 3 4 3 3 25 I 
4 4 4 I 3 4 3 I 4 26 I I 27 I 3 3 I 3 I 3 4 3 3 I 28 I 3 3 2 2 3 I 3 3 
I 29 3 4 4 I 2 3 3 4 I 30 3 4 3 I 2 I 3 I 3 4 
2 3 I 3 3 I 3 1  3 3 3 I I I I I Correlation coefficient I 0.980883 i 
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APPENDIX 4 
A /. Crcr-bacn's Alp�a 
8 c E 
Reliability C31culalor 
Spfrt-ltan (odd�en) Correiabon 0.809&68501 
Spearrn.lll-8rown Prophecy 1 0.894947341 created by Del Siegle (dsiegle@uconn.edu) 3 
lIt'tIl for Test 85.8 
5 �141' 6 . I ' KR2Q !.Ird Oeviat!oo lor Test 10.70327053 12 261021648' ._-- 12.7041506631 
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APPE:'-JOIX 5 
Questi onna ire 
Direct ions :  
Al Please provide the i d e n t i fy i ng i n fo r m a t i o n  requested o n  below 
chool  n a m e : 
Teaching CIa 
o KG l (XC2 
Teach i n g  Experei nce : 
o Less than one year 
o 1 -3 year 
o 4-6 year 
o More than SlX year 
Academic Level:  
o Diploma 
o Bachelor 
o M aster 
O PhD 
o Others ( Pl ease specify) -----------------------------
P a rt of l\1 e ntorship program a t  P u blic-Private Partnership Proj ect ( P PP) 
o less than one year 
o 1 -3 year 
o 4-5 years 
1 
ill Please c I rcle t h e  a nswer fol l o w i ng quest ions  as they best apply t o  you 
L Do you understand the concept of Mentorship? 
a) Ye b )  �o 
2. Do you understand the di fferent steps of the Mentorship process? 
a) Yes b )  No 
1. Do you bel ieve on Mentorship i s  beneficial to enhance the teaching pract ice? 
a) Ye  b) NO 
4.  Do you th ink mentorship i s  beneficial  on ly for novice teachers? 
a) Ye  b )  NO  
2c Do you bel ieve that mentor and mentee should have an agreement ( contract) at 
early stage in order to set expectations and guide their relat ionship? 
a )  Ye  b )  No 
2.:. Do you have a signed agreement ( contract) with your Mentor? 
a) Yes b )  NO 
L Did your mentor provide you wi th a analysis-based plan to address your 
instructional and professional growth chal lenges and issues? 
a) Yes b )  NO  
& Do you think your mentor i s  selected as a highly qualified mentor? 
a) Yes b )  N O  
2 
g Please check the c Irc le at the point that best represents your level of agreement 
with the statement \\ hlch descnbes your feel ings and or your opllllOn about 
your mentor and his/her contribution to your practice. 1 - Strongly Agree 2-
grec 3 - ]\'elther Agree or Disagree 4- Disagree 5- Strongly Disagree 
I tem Statement  
My mentor demonstrates a wide range of professional 
competencies in the area of learning and teaching. 
k i l l s  and 
My mentor actively l i stens and understands my feel ings. 
My mentor conducted a deep review of my interests, abi l it ies 
and beliefs that are related to teaching. 
My mentor assists me on setting personal, professional and 
career goals .  
My mentor motivates me to make decisions and take risks. 
My mentor demonstrates new teaching practices for me to 
observe and reflect upon. 
My mentor works with me to develop and try new ideas and 
trategies. 
My mentor assists me on solving problems and on addressing 
questions concerning the dai ly  experiences and chal lenges. 
My mentor and I are engaged in continues reflective dialogue to 
evaluate teaching practices.  
My mentor encourages me to envision my future and to develop 
personal and professional potentia ls .  
3 
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I tem Sta tement  
Yly mentor IS high ly sk J l led in communicating, l istening, 
analyzing and providing feedback. 
My mentor lets me express my feel ings and ideau. 
My mentor provides me with constructive feedback based on 
observational data. 
and prac6ce with evidence-
My mentor provides me with resources for developing and 
implementing new constructive ideas . 
M y  mentor and I have the same educational philosophy. 
My mentor helps me to ident ify strength and weakness areas . 
My  mentor shares hi s/her experiences and ski l ls .  
My mentor accepts and treats me as a unique individual 
My mentor process have made me a better teacher 
My mentor and I meet in regular basis. 
My mentor i s  well trained to be a mentor. 
My mentor models  the se lf-reflection proces 
My mentor understands and appreciates the cul tural aspect of my 
school environment. 
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